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This study was focused on the work life balance, workload experience at workplace in 
relation to work life balance, and work life program valued as important among staff at a 
selected government ministry in Putrajaya. A total of 156 questionnaires were being 
distributed and used for this purpose. The findings of the study indicated that staff at the 
ministry frequently experience balance in their work life. Both male and female employees 
do experience similar level of work life balance. However, among them, men were reported 
to experience work life balance more frequently than women. Despite of the staff having 
frequent balance of work and non-work life, at the same time they were reported to have 
intermediate level of workload at workplace. The relationship between workload and work 
life balance among staff is negatively correlated. Although work life balance is at frequent 
level, but none of the work life program valued by the employees is associated with work life 
balance experienced by them. Nevertheless, there is a hope that programs valued by staff as 
important to them is applicable for future consideration by respective party in implementing 
policies that related to work life program.   
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Time is the main constraint for most people to juggle different roles that they are holding. 
Modern duo-earners have to allocate their valuable time wisely between two important 
elements in life, which are career and personal life (Hill, Hawkins, Ferris, & Weitzman, 
2001). For non-married people, it is not less important also for them to manage the time for 
oneself and career (Lee, 2007). A term best to describe the situation of one’s juggling 
between work and non-work life is “work life balance” (Poelmans & Caliguri, 2008).  
 
Work life balance is not a new term. Its usage in everyday language has been around for a 
number of years. Even though, the term “work-life balance” has been a popular term in the 
past few years, it was actually coined in 1986 (Lockwood, 2003).Along with work life 
balance was a program created to support people towards having happy personal and work 
life. The history could be traced back to the 1930s, the time when the term ‘work-life 
programs’ came into existence.  
 
From the bright side, work life balance incites advantages to both employees as well as 
employers. Increased productivity, improved recruitment and retention (Chan, 2007; 
Wilkinson, 2008; Sanjevkumar, 2012) are some of the benefits that could be reaped by 
employers if they were aware of practicing work life programs in the organization for their 
employees. On the other hand, the employees would feel better while at work and happy 
while at home (Samsinar, Sambasivan & Izhairi, 2010).  
 
It might be the other way around if employees failed to find balance between work and their 
personal life and employers failed to provide work life program that meet the employees’ 
need. There are many drawbacks for both parties when work life balance blurs. Workload, 
which could lead to stress and depression (Hill, et al., 2001), work-family conflict and health 
impairment are among the problems related to work life imbalance (Emslie & Hunt, 2009). 
Withdrawals from job might be a major problem for a business as it might cause the 
organisation to lose their talents (Wilkinson, 2008). 
 
A Study in relation to workload and work life balance is required to explain causal 
relationship between the two. Workload at the workplace is a major concern in an 
organisation as the problem might resort to other psychological and physical problems. Only 
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very few studies has been conducted focusing on work life balance with workload. Workload 
could result to stress and impair one’s health, reduce productivity and lead to absenteeism. 
Both aspects could provide drawbacks to the employees and organisation if the problem 





Due to globalization, changes occur in the workforce trend as reflected in the existence of 
dual-earners in families and day by day the trend is increasing (International Labour Office, 
2011 & Ma, 2008). In accordance to that, employees’ demands for work life balance  also 
increase as  they want to have sufficient time to be effective at workplace as well as at home 
(Koh, 2010; Lee, 2012; Nafishah, Shafiz Affendi, Shafiz Affendi & Wan Rozaini, 2009; 
Sheila, 2010).  
 
Balancing between work and life is becoming a challenge for male and female workers in 
Asia. A survey conducted by a non-profit firm (Catalyst) reported that both genders are now 
facing difficulties in balancing their high responsibilities in work and to meet their needs for 
non-work activities. High demands from jobs restrain respondents from having a balanced 
work life (Bahree, 2012).  
 
Work life balance and workload are said to be inter-related especially in developing countries 
(Houtman & Jettinghoff, 2007). A study conducted among multinational companies in 
Malaysia reported that workload had effects on work life balance among staff (Amat, 
Fontaine, & Choy, 2003). Besides, government staff could not be excluded from having 
workload problems. A Study has proven that workload is the major contributor to stress 
among civil servants (Jasmani & Abdul Jumaat, 2011). It also supports finding reported by 
Ahsan, Zaini, Yong and Syed (2009) where positive correlation exists between workload and 
work life balance. Positive relationship indicates that a person suffers higher conflict when 
higher level of workload is reported (Ahsan et al., 2009).  
 
Workload is reported to be among the problems that cause psychological impacts to 
government employees in Malaysia. A Study conducted among Public Service Officers in 
Kuala Lumpur proved that workload is the major cause for psychological stress among them 
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(Jasmani & Abdul Jumaat, 2011). Similar finding by Lua and Imilia (2011) also rejected the 
perception that working in the public sector is less stressful compared to private companies. 
Their findings proved that employees in the public sector also experience workload problems 
and this cause them to have stress problems (Lua & Imilia, 2011). This situation causes them 
to have higher possibilities to have risk of impacting it to their life (Ahmad Zainal Abidin et 
al., 2011).    
 
Because of that, it is important for organizations to look into the problem and provide 
employees with work life balance initiatives or policies and program. Work life program 
usually is implemented to help reduce the burden of workload, create balance between work 
and life, and finally improve the organization’s overall success (Poelmans, Caliguri, & 
Brough, 2008). Initiatives and programmes should be reviewed and improved from time to 
time to meet current needs of employees for supports.  
 
Taking Asian countries as an example the Catalyst survey found that program for work life 
balance is still lacking. Respondents admitted that the gap still exists, in which work life 
programs implemented/provided by the organizations do not meet employees’ expectations 
and needs for work life programs (Bahree, 2012). 
 
The situation in Malaysia is slightly different. In Malaysia, the development of workplace 
with family and work life balance policy is said to be at early stage (Aminah, 2007). Work 
life programs in work place, especially in the government sector, are not widely implemented 
and studies on it are not abundant. There are certain groups of employees that become 
subjects of work life balance studies. The existing work life balance studies conducted in the 
Malaysia public sector are more related to teachers (see Hong, Tan, & Bujang, 2010; 
Zanariah, & Mohamad Sahari, 2012) and healthcare employees such as doctors and nurses 
(see Ahmad Zainal Abidin et al., 2010; Khairunneezam, 2011; Lua, & Imilia, 2011; Wan 
Edura, Mohamad Sahari, Azura & Izhairi, 2011). 
 
During this globalization era, the scenario in civil services has changed and posed more 
challenges to the civil servants to perform at their best. Civil servants are expected to perform 
their work faster, thorough, and at the best quality to meet clients’ needs (New Sabah Times, 
2012). Thus, a study focusing on the public servants is needed to examine problems relating 
to work life balance if the problems occurred and to take remedial actions if necessary.  
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In consequence, this study aimed to identify any gender differences and work life balance 
among staff at the selected ministry in Malaysia, to explore the relationship between level of 
workload and work life balance among staff and to examine the relationship between work 
life balance and work life program valued among staff. 
 
From the objectives, three hypotheses were drawn as a direction for the study to be 
conducted. The three hypotheses are as below: 
 
H1: There is no significant difference between genders toward work life balance among 
employees 
H2: Workload would be negatively not correlated with work life balance experienced by 
employees 
H3: There is no significant relationship between work life balance and work life program 
valued by employees 
 
 
Significance of Study  
 
This study hoped to provide information related to the patterns of work life balance among 
government staff in the selected ministry. Thus, the information drawn from this study could 
be used by the Human Resource Department specifically and any government agencies 
generally to make comparison between their current support over work life balance and 
employees’ demand over it. Thus, any input provided from this study could be used for any 
improvement that should be considered if any discrepancies exist between current practice at 
the ministry and the program that is highly valued by the employees for work life balance.  
 
Sufficient work life supports provided by the organization would have impacts to both 
employees and employers themselves. Work life balance might improve employees’ physical 
and mental health, increase morale, motivation, loyalty, give a better return on training 
investment and increase productivity of employees and all of which creates better working 
environment for the employees as well as the clients and could result in a more successful 
organisation. 
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Besides, the study also filled the lack of study emphasizing on government staff as a subject 
of study in relation to work life balance. A report related to this would provide framework for 





The concept of work life balance was first created over the last 20 years. The concept came 
into picture when new trends developed in the 1970s and 1980s. During that time, work and 
profession became the main concern and priority among men and women. Non-work related 
elements like family, friends, leisure, and community activities were less important during 
that period (Farid & Ned, 2009). 
 
As time goes by, the trend now is totally changed. People do not only focus on their life for 
work only, other aspects of life like family, friends and community are becoming vital 
aspects in one’s life (Greenhaus, Collins, & Shaw, 2003; Khairunneezam, 2011; Poelmans, 
Kalliath & Brough, 2008; Sunil, Leichne, Melanson, Pruna, Sager, Story & Williams, 2002; 
Yuile, Chang, Gudmundsson, & Sukanlaya Sawang, 2012). Various studies provide 
variations of work life balance that enhance understanding on work life balance. The trend of 
work is changed where the role of earning money for a family no longer lies only in men. In 
the 1960s, technology made work schedule became shorter. This was seen as a reason for 
women to start joining the workforce. This had introduced a new trend in workforce known 
as dual career couples (Beh, 2005). Now the trend of dual career couples becomes current 
and keep on increasing in workforce (Doble & Supriya, 2010; Geetha & Doris, 2010; Geetha, 
2011). Hence, the studies on work life balance were conducted both on men and women.  
 
As a reaction to the trend, focuses on gender is somewhat important to avoid incidence of 
“one size fits all” (Branch, 2008). A large number of gender studies have been conducted in 
relation to work life balance in different focuses. Some studies were being conducted 
focusing on men (See Burke 2010; Burke et al,. 2004; ) while  others focusing on women 
(See Hamilton, Gordon, & Whelan-Berry, 2006; Losoncz & Bortolotto, 2009; Sirajunisa & 
Panchanatham, 2010; Sumaira & Muhammad Azam, 2012) or both genders (See Doble & 
Supriya, 2010 & Noor Fatima & Shamim, 2012).   
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Different results produced from the studies on gender related to work life balance remain as 
the central of discussion among scholars. The studies discovered that the males  enjoy more 
work life balance than females  (Noor Fatima and Shamim, 2012; & Sumaira & Muhammad 
Azam, 2012), while the other study proved that both genders are facing difficulties in getting 
balance between work and home life (Doble & Supriya, 2010). Thus, companies play the 
important role in work life balance among employees regardless of gender. The main 
approach is, companies could help facilitate work-life balance for their employees through 




Work Life Program in Malaysian Government Sector 
 
A few names had studied work life program focusing on workforce scope in Malaysia. Even 
though slightly different scope and method were being adopted for their studies, still the 
outcomes have been surprisingly somewhat the same. Work life program in Malaysia except 
for leave arrangement were said to be still at infancy stage (Aminah, 2007; Kwong & Lee, 
2008; Geetha, 2010). 
 
The study of work life program in Malaysia is heavily focused on the flexibility of work, 
leave arrangement and care centre for children and for the elderly (See Aminah, 2007; 
Geetha, 2010; Kwong & Lee, 2008). Notably, leave arrangement are recognized and provided 
by employers for both private and government sectors (Aminah, 2007; Kwong & Lee, 2008). 
Annual leave, maternity leave, paternity leave, unpaid leave are the most common leave that 
are offered by the employers for those in need. The provision of leave is in accordance to the 
Employment Act 1955 (Kwong & Lee, 2008). 
 
Government servants are binded by rules and laws that are being circulated by the Federal 
Government.  Rules, regulations and procedures related to human resources policies for 
government servants are stated in Perintah-Perintah Am (General Order). General Order is a 
book that acts as a comprehensive guideline for public servants regarding human resources 
policies (Lembaga Penyelidikan Undang-Undang, 2003). 
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Government staffs are provided with various kinds of monetary and non-monetary benefits 
that assist them to perform their job well. However, for this paper, the researcher only 
highlighted a few types of leave that are compatible to this study. The aspects that are being 





Government servants are provided with different types of leave provided for different 
situations and purposes. Based on the General Order (Chapter C) all government servants are 
entitled for annual leave. The range of annual leave being allocated for each staff is between 
25 to 35 days in a year. Different number of days is entitled for each staff based on his/her 
position and length of service. However, an amendment was made in line with the 
implementation of pension option offered to them in 2009 (Lembaga Penyelidikan Undang-
Undang, 2003).  
 
Besidesannual leave, government staff are also given allocation for half-pay leave. Half-pay 
leave is given on the reason of any sickness suffered by   close family members or relatives. 
Application to take leave is given by the Head of Department for a period of 14 days per 
year. The total number of leave that is applicable for government staff is 30 days (Lembaga 
Penyelidikan Undang-Undang, 2003; Mok, 2011).  
 
In a situation whereby a staff faces urgent and personal matters, he/she may apply unpaid 
leave. Unpaid leave is provided for staff to enable them settling urgent personal matters either 
in Malaysia or abroad. However, there are prerequisites that should be met before the 
approval for unpaid leave is granted. Unpaid leave is applicable on the condition that the 
officer has taken all his/her annual leaves. 30 days of unpaid leave are being allocated for 
staff (Jabatan Perkhidmatan Awam, 2008; Lembaga Penyelidikan Undang-Undang, 2003).  
 
For pregnant female staff, 60-90 days of maternity leave is being provided for every 
confinement and are eligible to take 5 times throughout her service (Jabatan Perkhidmatan 
Awam, 2008; Mok, 2011). As for male staff, they are given the allocation of seven (7) days 
paternity leave including all rest days and public holidays, eligible also for 5 times during his 
service. Paternity leave is available for male staff to assist his wife in giving birth and after 
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Subsidized childcare centre is provided for staff earning less than RM3000 per month at any 
government childcare centres or any other centres. Payment is made directly to the childcare 






Assistance payments/fees for the membership of listed recreational clubs are provided to 
officers who are under the New Pension System / Malaysian Remuneration System in the 
Senior Management, Group Management and Professionals categories. The facility is given 
only once during the period of service with the Government. The maximum limit for the 






 An officer who has been selected or allowed by the government to pursue any recognized 
course of training or education program, either with full pay or half pay or without any pay, 
including diploma, degree, post-graduate or advanced courses may be granted leave. In terms 
of financial support, scholarship is given to officers based on certain criteria (Jabatan 
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A conceptual framework for this study has been developed as shown in Figure 1 below. It is 
based on the objectives drawn for this study. 
Figure 1: Conceptual Framework 
Independent Variables  Dependent Variable 
Gender   
Workload  Work Life Balance 







A cross-sectional survey was being conducted for the purpose of this study. Cross-sectional 
studies refer to the data being gathered just for once in order to answer research question/s 
(Sekaran, 2006, Zainudin, 2010). Data in this study was gathered by distributing self-
administered questionnaires to respondents. Primary and secondary data were used by the 
researcher to construct the study. Besides of using questionnaires as  tool for collecting data, 
annual reports published by the selected ministry were also being referred to in order  to add 
some additional information which was not possible to be gathered from questionnaires.  
 
Population and Sample  
 
The population for this study consisted of all government staff who worked at a selected 
ministry in Putrajaya. As being recorded until December 2012, there were 342 staff at the 
ministry. They were divided into 2 main sections, which were Skills Development Division 
staff and Management staff (Bahagian Pengurusan Sumber Manusia KBS, 2012).    
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The unit of analysis for this study was the government staff at the selected ministry in 
Putrajaya. Staffs at the ministry were chosen as respondents for this based on the existence of 
problems related to main thrust of this study. In 2010, there were 54 clients handled by the 
Psychology Management Unit (PSU) for counselling sessions. PSU is the key unit at the 
ministry to handle counselling sessions related to any psychological problems.  
 
The main problem complained by the selected ministry staff, referred to as clients in 
counselling sessions, is stress in the workplace and family conflicts (Kementerian Belia dan 
Sukan, 2011). Nurliyana (2009) in her study proved that stress at workplace is one of the 
problems caused by workload. Thus, incidences of stress and family conflicts in the ministry 
had drawn an interest for the researcher to consider the ministry as the appropriate place to 
conduct study on work life balance and workload.  
 
The approval for conducting research related to staff at the ministry in Putrajaya was obtained 
from the Human Resource Department. All staff in the two divisions in the ministry were 
being taken as respondents. With the assistance from a staff in the Human Resource 
Department, 342 self-administered questionnaires had successfully been distributed 
throughout the departments in the ministry.  
 
The participation of employees as respondents in the study was based on voluntary basis in 
which employees were invited to voluntarily participate in the survey. The distribution and 
collection of the questionnaires at the ministry’s office was being conducted in February, 
2013. Within a period of 2 weeks, 159 questionnaires were being returned yielding 46.5 per 
cent of response rate. 156 questionnaires were found to be acceptable and analysed, and 
finally used for this study.  
 
 
Instrument and Measurement 
 
The instrument used for the purpose of collecting data in this study was through self-
administered questionnaires. The questionnaire was constructed based on the objectives laid 
for the study. The questionnaire used to collect data in fulfilling three (3) objectives related to 
work life balance, workload and work life program.  
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There were 5 parts in the questionnaire; Demography for Part A, work and life (Part B), 
Work Life Balance (Part C), Workload (Part D), and Work Life Program (Part E). The 
questionnaires being used to collect data both for pilot study and actual survey was in Bahasa 
Malaysia. The constructed questionnaire, which was in English has gone through the process 
of translation to avoid misleading of words and sentences.   
 
Part A consisted of 6 items for demography. Information such as gender, age, race, education 
level, marital status and children were requested. Part B consisted of 6 items for Work and 
Life. Work Life Balance questions section (Part C) was being adapted from Hayman (2005). 
This part consisted of 15 validated items, which was psychometric instrumental for 
measuring work life balance constructed by Fisher-McAuley, Stanton, Jolton and Gavin, 
traced and tested by Hayman (2005). 
 
The work life balance questions were originally designed to measure 2 domains of a person’s 
life which is work and life. The statements were originally provided with positive and 
negative statements. However, all negative statements contained in the questionnaire were 
reversed scored so that all statements became positive. Work life balance was being 
constructed from three scales (Table 1). The higher score recorded from the respondents’ 
answers indicated higher balance between work and life were experienced by the 
respondents. 
 
Part D was adapted from stressor study conducted among government staff at MOSTI by 
Nurliyana (2009). The original items of workload were based on the Union of Shop, 
Distributive, and Allied Workers (USDAW) which was being quoted from Nurliyana (2009). 
10 items were being used to measure level of workload. Workload consisted of three scales 
that indicated positive relationship. “Never” was being quantified into one, “Sometimes” was 
two, and “Often” was being quantified as three. The higher the score obtained for workload, 
the higher the level of workload suffered by the respondents. 
 
Part E was being adapted from the study conducted by Branch (2008) and the questionnaire 
was being adapted to suit with the purpose of the study. 31 items were being used to measure 
which programs were valued most by the respondents. This final part of the questionnaire 
also used three scales of measurement “Important, Quite important, and Not important” that 
were being quantified as one, two, and three. The total score showed negative connection of 
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score and indication. It means that, the higher score given by the respondents on each 
program listed is considered as less important for them and vice versa.  
 
Table 1: Scoring indication  
Variable Scale Score Indication 
1. Work Life Balance 1 = Never 
2 = Sometimes  





of work life 
2. Workload 1 = Never 
2 = Sometimes 





3. Work Life Program 1 = Important 
2 = Quite important 









Pilot study is a survey conducted before the actual survey takes place (Zainudin, 2010). The 
purpose of conducting a pilot study is to identify any weaknesses in the questionnaire 
constructed in terms of language use, that should be easy to be understood by respondents, 
design of the questionnaire, sensitive items to respondents (if any), and time estimation to 
complete the questionnaire (Samsinar, Sambasivan, & Izhairi, 2010 & Zainudin, 2010). It is 
important to test the instrument adopted so that any correction could be made before actual 
filed study takes place (Zainudin, 2010).  
 
The pilot test was conducted in the month of January, 2013. 50 sets of questionnaires were 
being distributed to the government staff at one of the ministry office at Jalan Duta. With the 
help from a Human Resource Department staff, within 2 weeks, 37 sets of questionnaires 
were successfully being collected back which was 62% of return rate. The response received 
was positive which indicated that the respondents did not face any difficulties in answering 
the questionnaire. The reliability of the questionnaire was being tested using Cronbach’s 
Alpha test.  
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Cronbach’s Alpha is a test to measure coefficient of items that indicates positive relationship. 
The closer Cronbach’s Alpha value is to 1, the higher consistency of items to each other 
(Sekaran, 2006). The acceptable minimum value for reliable measure internal consistency 
according to Zainudin (2010) is 0.6 and the higher the better. The value for Cronbach’s Alpha 
test for every items in the three sections used to measure objectives of this study is being 
simplified in Table 2.  
 
As shown in the table below, the values of Cronbach’s Alpha are 0.709, 0.769, and 0.866 
respectively for Part C, Part D, and Part E. Thus all parts have exceeded the minimum value 
of 0.6 as being mentioned by Zainudin (2010). Thus, the data provided that actual surveys 
could be conducted by using the questionnaires as constructed for the pilot study without any 
changes.  
 
Table 2: Reliability analysis result for pilot study 
Variable Number of Item Cronbach’s Alpa Value 
Part C - Work Life Balance 15 0.709 
Part D – Workload 10 0.769 
Part E - Work Life Programme 31 0.866 
 
Analysis of Data 
 
The analysis of data was being carried out to meet the research objectives, led by research 
questions (Hong, Tan, & Bujang, 2010). Three hypotheses were being constructed based on 
the objectives that guided this study. All primary data collected from the respondents were 
being analysed by using the Statistical Package for Social Sciences (SPSS) version 16. Both 
descriptive and inferential statistics were applied in this study.  
 
Table 3 below has been simplified for hypotheses and statistical analysis used to answer the 
research questions. Hypothesis One which is the relationship of gender towards work life 
balance in work place was being tested using t-test. Hypothesis Two and Three which are on 
negative relationship between workload and work life, and conjecture relationship between 
work life balance and work life program valued among staff were being tested by using 
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Correlation. Details of analysis would be further explained and discussed in the Findings and 
Analysis sections. 
 
Table 3: Hypotheses and statistical analysis 
Hypothesis Statistical 
Analysis 
H1 - There is no significant difference between gender towards work life 
balance among employees 
t-test 
H2 - Workload would be negatively not correlated with work life balance 
experienced by employees 
Correlation 
H3 - There is no significant relationship between work life balance and 








This study was being conducted to study work life balance among government staff at the 
selected ministry in Putrajaya. This study attempted to identify any differences that might 
exist between male and female employees towards work life balance. Then, it would further 
explore on workload and its relation to work life balance. Lastly, work life balance and work 
life program were being examined to investigate any causal relationship (if appear).   
 
 
Demographic Background  
 
The sample being used for the purpose of this study was 156 (Table 4). Of the 156 
respondents, 69.0% were female (N=107) and 31.0% were male employees (N=48). 
Respondents aged between 26-30 years old made up the highest number age group (30.9%) 
among all respondents. There were different range age groups of the respondents. The lowest 
percentage of age group was between 36-40 years old. Among all respondents, 7.4% aged 
between 36-40 years old.  Majority of the respondents were Malays which made up  98.7% 
and the rest were other than Malays.  
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Education-wise, the highest percentage (34.8%) was respondents whom their highest 
education is SPM level, 38.7% respondents had Diploma/STPM, 20.6% had degree followed 
by masters (3.9%), PhD (0.6%) and others 1.3%. In terms of marital status, majority of the 
respondents were married (64.1%) and only one respondent is a widower.  As for having 
kids, more than half (58.4%) respondents have kids. 
 
Table 4: Demographic data 
Demographic Percentage (%) Frequency 
Gender:   
Male  31.0 48 
Female  69.0 107 
Age:   
Below 26 years old 14.8 22 
26-30 years old 30.9 46 
31-35 years old 28.2  42 
36-40 years old 7.4  11 
41-45 years old 8.7 13 
46 years old and above 10.1 15 
Race:   
Malay 98.7 153 
Others 1.3 2 
Education level:   
SPM 34.8 54 
Diploma/STPM 38.7 60 
Degree 20.6 32 
Masters 3.9 6 
PhD 0.6 1 
Others 1.3 2 
Status:  
Single 30.8 48 
Married 64.1 100 
Divorced 4.5 7 
Widower 0.6 1 
Having kid/s:   
Yes 58.4 90 
No 29.2 45 
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Work and Life 
 
This section provided information related to work and life as being demonstrated in Table 5. 
Of all respondents, majority (79.5%) of them were permanent staff. Followed by temporary 
staff and there was one on-training staff. More than half of the respondents reported that they 
had been working up to 10 years (N=103; 71.5%). Approximately, 23% of the respondents 
had more than 11 years of working experience.14 respondents had working experience of 21-
30 years and only 4 respondents had work for more than 31 years.  
 
The respondents were divided into two categories; Officers and Supporting staff. 87.5% were 
Supporting staff, the rest were Officers (12.5%). 59% respondents worked within normal 
working hours (8 hours per day). In contrast to that, 41.2% were working beyond normal 
working hours. However, among those who worked beyond normal working hours, 4.9% 
respondents claimed that they worked for more than 50 hours per week. 
 
Table 5: Work and life 
Work Percentage (%) Frequency 
Employment status:   
Permanent 79.5 124 
Temporary 18.6 29 
On-training 0.6 1 
Others 1.3 2 
Work experience:   
3 months - 10 years 71.5 103 
11 years - 20 years 16.1 23 
21 years - 30 years 9.8 14 
31 years - 36 years  2.8 4 
Position:   
Supporting staff 87.5 133 
Officers 12.5 19 
Work hour in a week:   
Less than 41 hours 59.0 86 
41-50 hours 36.3 53 
51 hours and above 4.9 7 
 
The leisure activities that were highly preferred and performed by the employees in the 
selected ministry were activities with family/friends (92.3%) and sport activities (51.3%). 
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While activities that were least performed the by employees are political involvement (6%) 
and involvement with local activities (6%). 




Percentage (%) Frequency 
1. Activities with family/friends 92.3 144 
2. Sport activities 51.3 80 
3. Religious activities 28.2 44 
4. Attending course of study or 
training 
28.2 44 
5. Voluntary work 16.0 25 
6. Others 16.0 25 
7. Club and associations 
activities 
10.9 17 
8. Art activities 5.1 8 
9. Political activism 3.9 6 





Work Life Balance 
 
Descriptive table (Table 7) below shows overall findings for work life balance. It indicates 
that the minimum score given by the respondents for work life balance question is 1.6 which 
lies between scales of “Never” (quantified as 1) and “Sometimes” (quantified as 2). However, 
the maximum score given by the respondents is 3.00 which is valued as “Often”. In general, 
the mean score for work life balance among staff at the selected ministry during the period of 
data gathering process for this study is at 2.53. The respondents reported that they frequently 
experienced balance between their work and life. Thus has been proven that the staffs at the 
ministry were able to juggle their work domain and life domain effectively. This result would 
be further explored of its relationship with gender, workload and work life program.  
 
Table 7: Work life balance 
 Minimum Maximum Mean Std. Deviation 
Work life balance 1.60 3.00 2.534 0.307 
(N = 146)     
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Given in Table 8 below is descriptive data for workload. Mean value is used as an indicator 
to measure level of workload being experienced by respondents. The minimum score for 
workload is 1 (indicated as low level of workload) and the maximum score is 3 in which high 
level of workload. The mean value for workload is 1.997 (SD=0.537) indicates that 
respondents faced intermediate level of workload at their workplace. This result shows that 
even though employees did experience balance between work and life, at the same time they 
were also facing workload problems at their workplace. 
 
Table 8: Workload 
 Minimum Maximum Mean Std. Deviation 
Workload 1.00 3.00 1.997 0.537 
(N = 154)     
 
 
Work life Program 
 
Work life program is divided into six categories which are leave, work hour, recreation, 
work, work/home, and study. All the six categories of work life program were reported in 
both descriptive and inferentially based on correlation results. The statistical test being used 
for the six variables is Pearson correlation. Overall, not even a single program has been rated 






Each item listed in the category of leave was being rated by respondents as highly important 
to them (Table 9). Paid maternity leave was being spotted by the respondents as among the 
most important leaves followed by paid special leave for care (94.9%). In contrast, only 
62.3% were chosen able to use annual leave in small blocks. This shows that respondents 
perceived paid family related leave as important. This is consistent in which 92.3% of the 
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respondents usually spend their time after working hours by doing activities with their 
family/friends (refer Table 6: Activities that staffs usually do after working hours).  
 
Table 9: Work life program – Leave 
Work life program – Leave 
Important 
Percentage (%) Frequency 
1. Paid maternity leave 98.7 153 
2. Paid special leave to care for dependants (e.g. 
leave to take care of sick family member or sick 
house member) 
94.9 148 
3. Paid paternity leave 93.2 137 
4. Able to take school holidays off 89.7 139 
5. Paid special leave for other purposes 80.0 124 
6. Able to buy or negotiate additional annual leave 74.2 115 
7. Unpaid special leave for other purposes (e.g. 
personal matters) 
69.9 107 
8. Unpaid special leave to care for dependants (e.g. 
unpaid leave to take care of sick family member 
or sick house member) 
68.0 104 







In accordance to work hour as being illustrated in the table below (Table 10), flexible start 
and finish times was being scored as highly important with 96.1% of importance. In contrast 
to it, ability to choose working hours per day in other way was being rated as least important 
(64.7%) among all programs for work hour. It might be because respondents have been 
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Table 10: Work life program - Work hour 
Work life program - Work hour 
Important 
Percentage (%) Frequency 
1. Flexible starts and finish times 96.1 149 
2. Job-sharing (e.g. 2 workers share 1 task for full 
time and divide the task equally) 
86.5 135 
3. Minor variations in start and finish times 
occasionally to cope with any arising 
problem/personal problem 
85.9 134 
4. Part-time work 78.3 119 
5. Flexible lunch break (e.g. choose your own lunch 
break time) 
76.3 119 
6. Compressed work schedules (e.g. working for 10 
hours a day for 4 days a week) 
71.8 112 




Table 11 shows that subsidies subscription for sports team or individual sporting activities 
has scored highest among the recreation programs preferred by the respondents. On-site 
shower facilities at workplace perceived as least important (69.2%) among all recreation 
programs preferred by respondents. However the lowest percentage is relatively higher if 
compared to the other lowest rated programs as listed in work/hour arrangement (64.7% - 
Choose how many hours in a day to work) and leave allocation (62.3% - Use annual leave in 
small blocks). It is because more than half of the respondents (51.3%) spent their post 
working hours at sports (Refer Table 6).  
 
Table 11: Work life program – Recreation 
 
Work life program - Recreation 
Important 
Percentage (%) Frequency 
1. Subsidised subscriptions for sports teams or 
individual sporting activities 
96.8 149 
2. Discounted gym membership 91.6 102 
3. Access to a gym or swimming pool at work 85.2 132 
4. On-site shower  facilities 69.2 108 
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Low rated program for work arrangement (Table12) is casual attire (84.0%). While inviting 
speakers to talk about health and well-being is regarded as the most important and followed 
by car park (95.3%).  This shows that the employees are aware of the importance of well-
being and health for their life. 
Table 12: Work life program – Work 
Work life program - Work 
Important 
Percentage (%) Frequency 
1. Guest speakers coming into the organizations to 
advise on health and well being 
95.9 148 
2. Car parking provided by the organization 95.3 121 
3. Optional membership to a social club 90.9 144 





On-site childcare facilities (Table 13) have been chosen as the most important element 
(98.7%) for work home arrangement. In contrast, internet access for personal use during work 
hours has been regarded as the least important (74.8%). This result indicated that respondents 
perceived on-site childcare facility as more important than internet access for personal use 
during working hours. 
 
Table 13: Work life program - Work/Home 
Work life program - Work/Home 
Important 
Percentage (%) Frequency 
1. On-site childcare facilities 98.7 154 
2. Knowing you can leave work if there is family 
emergency 
98.1 153 
3. Telecommuting 87.1 135 
4. Able to make and receive personal calls at work 82.1 128 
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Two programs for study were highly rated by the respondents (Table 14). Both time-off and 
financial assistance were being rated by respondents as highly important (97.4%). Consistent 
with the data of activities that staff do; in which it reported that 28.2% of the respondents 
attended course of study and/or training beyond their working hours.  
Table 14: Work life program – Study 
Work life program – Study 
Important 
Percentage (%) Frequency 
1. Time-off for study 97.4 152 
2. Financial assistance for study purposes  97.4 152 
 
However, general comparison has been conducted to examine which one among the six 
programs was the most important for the respondents (Table 15). In an ascending order, it 
was study (Mean= 1.237, SD=0.455). It was followed by work (Mean=1.443, SD=0.458) and 
the least important program perceived by the respondents was working hour (Mean=1.738, 
SD=0.464). 
Table 15: Work life program  
Work life program Mean Std. Deviation 
1. Study 1.237 .455 
2. Work 1.443 .458 
3. Work/home 1.544 .404 
4. Leave 1.654 .393 
5. Recreation 1.660 .526 
6. Work hour 1.738 .464 
 
 
Findings and Discussion 
 
The Examination of Hypothesis One  
Independent t-test was being used to examine Hypothesis One. The t-test was being used to 
examine whether or not male and female staff at the selected ministry experience work life 
balance differently.  
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An independent t-test was being conducted to determine whether work life balance between 
male and female respondents are different. In Table 16 below, the mean value for male is 
2.483 (SD=0.326). While the mean value for female is 2.554 (SD=0.295). The mean value 
for female respondents is slightly higher than male respondents. However, the overall mean 
score for work life balance among male and female respondents is not much of difference. It 
is differed by only 0.07 score which is considered as relatively small value.  
Table 16: T-test findings of male and female respondents 
 Gender N Mean Std. Deviation 
Work life Balance 
Male 47 2.48 .326 
Female 98 2.55 .295 
Levene’s test for equality of variance shows that p>0.05 which implies that equal variances 
assumed (Table 17). There is no significant difference between male and female respondents 
in which t=-1.304, df=143 and p>0.05. This result shows that H1 is accepted. This result 
suggests that male and female staff at the selected ministry similarly experience work life 
balance. Both genders enjoy work life balance occasionally.   
Table 17: Findings of independent t-test 
 Levene's Test for 
Equality of 
Variances 
t-test for Equality of Means 
 F Sig t df Sig (2 tailed) 
Equal variances assumed 1.072 .302 -1.304 143 .194 
 
Even though past studies had concluded that there were differences of work life balance 
between men and women. However, this study had found that there is no significant 
difference between male and female employees towards work life balance. Similar to this 
finding, Duxbury and Higgins (2008) and Emslie and Hunt (2009) reported that both male 
and female employees are enjoying satisfaction with their work and life. Provided with 
sufficient supports from the organization and family, it would be for employees to juggle 
their work and life effectively (Doble & Supriya, 2010; Sandhya, Choudry, Kumar, & Reddy, 
2011).    
 
In this study, time and multiple roles being held by a person are among the limited resources 
that him/her has. Of the total respondents, almost half of them (41.2%) worked for more than 
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40 hours a week and 64.1% of the overall respondents are married. It means that even though 
they spend more time at work, it does not hinder them from having a work life balance. 
Besides, juggling multiple roles as married person, parents, and a working adult did not put 
them into any work life conflict. 
 
Although this study was not emphasizing on factors of work life balance, the work life 
balance experienced by the respondents of this study could be supported by their 
environment. Doble and Supriya (2010) found that men and women in their study 
successfully juggled their work and life domain. They proved that employees with little 
support provided by their organization and also by spouses would help them achieve work 
life balance (Doble & Supriya, 2010).  
 
Duxbury and Higgins (2008) pointed out that either male of female employees without kids 
and do not have responsibilities of caring for elder dependents experiences higher balance of 
work and life. Supported by supportive environment from their organization and others make 
employees able to pursue non-work interest such as leisure activities, sports, religious and 
many other (Emslie & Hunt, 2009). 
 
 
The Examination of Hypothesis Two 
 
The statistical result for Pearson correlation is shown in Table 18. The result shows that there 
is negative significant relationship between work life balance and workload, r=-0.155, 
p=0.031. It means that with lower level of workload experienced by the employees at their 
workplace, higher level of work life balance would be reported. As p value is less than 0.05, 
it indicates that there is a significant relationship between workload experienced by 
employees at workplace and their work life balance. Therefore, H2 is rejected.  
 
Table 18: Findings on correlation between work life balance and workload 
 Workload 
Pearson Correlation Sig. (1-tailed) 
Work life balance -0.155* 0.031 
*. Correlation is significant at the 0.05 level (1-tailed) 
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The finding of Hypothesis Two is similarly found in the study being conducted by Ahmad 
Zainal Abidin et al. (2011). Workload was being found as a predicament for employees to 
achieve work life balance. Workload had causal relationship in which when employees 
perceived that their workload is higher than what they could manage, the likelihood to 
experience exhaustion and fatigue is high. This would lower the drive for the employees to 
perform their task in life domain (Ahmad Zainal Abidin et al., 2011). 
 
Work life balance would be hardly to be achieved when a person faces workload problem. 
Workload is identified as one of the conflict that might hinder a person to achieve work life 
balance (De Cieri, Holmes, Abbot, & Pettit, 2002; Drew & Murtagh, 2005).  
 
Based on the Work Family Conflict Theory, Greenhaus and Beutell (1985) described conflict 
would happen when the pressure of a role borne by a person either in personal to work or 
work to personal life are not equally harmony to another role. It can be because of time 
constraint, strain-based, or behaviour-based (Greenhaus & Beutell, 1985; Stevavonic, 2011). 
Whenever all these do not appear in one’ life, work life balance could be enjoyed by a person 
(Peters, Dulk, & Lippe, 2009). Thus, lower level of workload being experienced by the 
employees at the selected ministry escalated higher level of work life balance which is in 
parallel with the essence of Work Family Conflict Theory.    
 
 
The Examination of Hypothesis Three  
 
The findings of Pearson correlation for Hypothesis Three are shown in Table 19. Results 
show that there was no significant relationship between work life balance and each of the 
work life programs. Results show that p value for each of work life balance program is 
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Table 19: Findings on correlation between work life balance and work life program 
Variable 
Work life balance 
Pearson Correlation Sig. (2-tailed) 
1. Leave 0.132 0.130 
2. Work hour 0.109 0.198 
3. Recreation  0.003 0.972 
4. Work -0.155 0.095 
5. Work/home 0.036 0.665 
6. Study -0.099 0.266 
 
Generally each program was collectively tested for Pearson correlation, and as being 
mentioned earlier, all the six variables have no statistical significant relationship with work 
life balance. Even though finding of Hypothesis Three had found that there was no significant 
relationship reported between work life balance and work life program, other study had 
reported similar result and the reason behind it was being discussed in further details.  
 
Smith and Gardner (2007) in their study emphasized that despite of many factors that 
influence employees’ work life balance, work life balance may not influence the use of work 
life initiatives offered by the organization. They even added that employees may enjoy 
balance of work and life even though in situations that they used less work life initiatives 
provided by the organization (Smith & Gardner, 2007). 
 
Family and others are among the motivations that might influence employees to choose 
certain work life program to be used if offered in their organization (Bailey & Kurland, 
2002).  Females were found to choose telecommutions as a way to balance work and home 
life. It was found in that way because females feel that they might have more time to spend 
for their family especially to those who have responsibilities for the dependants (Bailey & 
Kurland, 2002).  
 
Ramesh and Nagapriya (2012) reported that 50% of respondents point out that family 
supports would help them to achieve balance between their career and personal life (Soo, 
2008). Employees who do not have close family members to assist them in taking care of 
their multiple roles would face higher likelihood to experience difficulties in dealing with the 
multiple roles  they are holding (Soo, 2008).  
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In addition, the availability of the programs in workplace cannot be predicted for the 
utilization of the programs by the employees and the implementation of the program by the 
responsible authority (Roberts, Gianakis, McCue, & Wang, 2004). The program being 
implemented in a government organization is based on the size of the organization (Yasbek, 
2004). With larger size and higher financial capacity, the organization would offer more 
variety of programs to their employees as compared to small organizations (Roberts et al., 
2004; Yasbek, 2004). 
 
In addition, according to Drew and Murtagh (2005) and Kinnunen and Mauno (2011), they 
found that work life policies are not the sole factors that may influence employees’ work life 
balance. Based on Drew and Murtagh (2005) and Duxbury et al. (2003) findings, corporate 
culture is another factor that provides impacts to one’s work life balance. Higher rank staff 
(manager and above) would rather choose not to take break or use more work life programs 
due to anxiety towards their job security (Drew & Murtagh, 2005). They are worried for not 
being considered for promotion or being taken up to higher corporate ladder.  
 
Additionally, supervisory support is the other factor that helps employees to balance work 
and their personal life (Duxbury et al., 2003; Kinnunen & Mauno, 2011). Cameron (2011) in 
her research found that employees highly appreciate supports and advocacy for work-related 
and personal matter shown by their supervisor. This informal support in returns might 
alleviate work and personal domain challenges faced by the employees. In the absence of 
work life program, supports provided by the supervisor are sufficient to reduce the 
employees’ burden or problem by allowing autonomy and flexibility for the employees to 
perform their job (Cameron, 2011). 
 
Although the relationship between work life balance and work life programs is not distinct 
between the two, there might be other factors that facilitate staff in the selected ministry in 
Putrajaya in finding balance between their work and personal life. It has been proven that 
other past studies that were being discussed earlier had reported similar results provided that 
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Three hypotheses drawn upon at the early stage of this study were being tested and findings 
were being discussed in the earlier section. This study found that employees at the selected 
ministry are having a high level of work life balance. Although male employees are found to 
experience higher level of work life balance than female employees, the results from t-test 
reported that work life balance experienced by male and female are not different 
significantly. Despite of having high level of work life balance, it was revealed that the   
employees are facing intermediate level of workload at workplace. Work life balance 
experienced by the employees might be affected by workload. Correlation finding has proven 
it, in which workload is negatively correlated with work life balance.  
 
Six categories of work life program that were included in this study were being given to the 
employees to be rated based on the importance of the programs for them. Results shown that, 
all the programs that were being listed in the six categories of the program were being 
perceived as important to the employees. The examining of the relationship between work 
life program valued by the employees and work life balance has produced a unique result for 
this study. No relationship existed between work life program valued by the employees and 
work life balance experienced by them. However, arguments made from past studies 
concluded that work life program is not the only factor that enhances work life balance 
among employees. There might be other factors than work life program that contributed 
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